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1.0 [bookmark: _Toc143399743]Introduction
Strategies for increasing employee engagement are crucial in today's challenging corporate environment. Employees that are invested in their work and the success of the company are more invested in the success of the company. The necessity for successful engagement programs to maintain a motivated and devoted staff has become apparent as businesses place a greater value on employee health and happiness in the workplace (Matthews, 2018).
2.0 [bookmark: _Toc143399744]Who is responsible for Retention?
[bookmark: _Toc143399745]2.1 Responsibility of Supervisor for Retention of employees.
A manager's ability to create a pleasant workplace atmosphere is crucial to retaining their staff. Their duties include open dialogue, helpful criticism, and opportunity for career advancement. Employees should be acknowledged for their efforts, given a voice when they have complaints and treated fairly. Managers should encourage employees to maintain a healthy work-life balance, provide opportunities for personal development, and foster a sense of community (Bakker and Leiter, 2017). Supervisors play a crucial role in ensuring the retention of great talent by actively interacting with their workers, responding to their needs, and providing growth opportunities.
[bookmark: _Toc143399746]2.2 Responsibility of Second Level Supervisor for Retention of employees.
When it comes to keeping employees around, second-level managers play a significant role. To provide their teams with direction and focus, managers must ensure that their teams' goals are in line with the company's overall goals. Job satisfaction is increased because of the company's emphasis on mentoring, training, and promotion chances. Their duties also include being aware of and responding to problems, keeping lines of communication open, and encouraging a cooperative spirit. Second-level managers should encourage a healthy work-life balance and back up their superiors' efforts to improve employee retention (Gupta and Sharma, 2016). Managers have a significant effect on employee engagement and retention rates via the culture they create in the workplace.
[bookmark: _Toc143399747]2.3 Responsibility of HR Department and Senior Management for Retention of employees.
Retaining employees is a shared obligation of HR and upper management. Human resources have to develop and execute complete retention tactics, such as offering competitive pay, benefits, and opportunity for advancement. They need to encourage teamwork, listen to employees' problems, and provide frequent updates. Human resources is also responsible for encouraging employees to maintain a healthy work-life balance, providing opportunities for advancement, and rewarding those who excel.
Management sets the tone by acting by the company's stated principles, providing employees with defined career routes, and making the health and happiness of their staff a top priority. Leaders are responsible for sharing the company's mission, helping workers improve their abilities, and expressing heartfelt gratitude for their efforts(Gupta and Sharma, 2016). Trust can be maintained and senior leaders' dedication to their staff's long-term performance may be shown via open lines of communication. Human resources and upper management may boost employee happiness, engagement, and loyalty by working together to foster a positive work culture.
3.0 [bookmark: _Toc143399748]Importance of Employee Engagement Strategies.
[bookmark: _Toc143399749]3.1 Productivity.
Strategies for increasing employee engagement play a critical role in improving corporate outcomes including productivity, morale, and longevity. These tactics are crucial since engaged workers are more likely to go above and above in their jobs and remain loyal to the company as a whole. Engaged workers are more productive workers, first and foremost. When workers are invested in their job and feel like it matters, they work harder and more efficiently (Antony, 2018). Their positive attitude and initiative helped them get the job done quickly and successfully.
[bookmark: _Toc143399750]3.2 Retention.
Drawn-in specialists are bound to be content with their positions and remain with the organization. Representatives are bound to stay with an organization long term in the event that they have areas of strength for an of having a place and appreciation at work (Antony, 2018). As a result, companies benefit from lower turnover rates and more consistent and knowledgeable staff.
[bookmark: _Toc143399751]3.3 Positive work culture.
Positive work culture and climate are also fostered via engagement techniques. When workers care about their jobs and each other, they are more likely to work together productively and provide mutual assistance (Osborne and Hammoud, 2017). Due to this, ideas are freely discussed, creativity is encouraged, and teamwork is celebrated.
[bookmark: _Toc143399752]4.0 Employee Retention Challenges.
[bookmark: _Toc143399753]4.1 Employee Retention Challenges: Monetary Dissatisfaction.
One of the biggest obstacles to keeping good employees is financial unhappiness. Employees may get disengaged and look elsewhere for greater pay if their current salary is seen as insufficient or unequal when compared to market norms. As a result, productivity, retention, and enthusiasm may all take a hit. To overcome this obstacle, companies must routinely evaluate pay structures and make adjustments to bring them in line with market standards, employee performance, and employee contributions. One way to ease financial worries is via open dialogue on the worth of the entire pay, including benefits and perks (Matthews, 2018). Employees' perception of financial stability and contentment in their jobs may be improved through wage increases, incentives tied to performance, and public acknowledgment of exceptional work.
[bookmark: _Toc143399754]4.2 Employee Retention Challenges: Unrealistic Expectations.
The difficulty in keeping employees is often exacerbated by unreasonable expectations. Workers might get burned out and frustrated when they are expected to meet impossible deadlines or juggle competing agendas. Negative effects on job satisfaction, work-life balance, and employee engagement might result from this. Establishing realistic objectives that are in line with available resources requires organizations to maintain clear communication of roles, responsibilities, and project scopes. Employees may be better prepared to handle issues if they have access to training and professional development opportunities. In order to avoid stressful circumstances, it is important to periodically evaluate workload and progress(Matthews, 2018). Organizations may reduce the negative consequences of unreasonable expectations on employee happiness, well-being, and retention by promoting a culture that values open communication, feedback, and effective resource allocation.
[bookmark: _Toc143399755]5.0 Conclusion.
Strategies for increasing the level of engagement shown by employees are of utmost significance for companies that want to prosper in the contemporary business environment. These techniques help the overall performance of the business by creating motivation, productivity, work satisfaction, and a healthy culture. Additionally, they build a connection between employees and the firm that is mutually advantageous for all parties involved. Investing in productive employee engagement initiatives becomes a strategic need as more and more companies see the tremendous impact that engaged workers have on their bottom lines.
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Who Responsibility

Human Resources



The objective is to develop and train 

supervisors to become effective leaders 

and coaches.



Design and develop programs that 

improve the quality of work life.



Encourage employees to identify areas 

in the work environment that require 

improvement.



Keep track of exit interviews and 

notify management of any concerns.

Senior Management



Maintain an open-door policy.



Support recommendations of 

supervisor's human resources.
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		Who		Responsibility

		Human Resources		The objective is to develop and train supervisors to become effective leaders and coaches.
Design and develop programs that improve the quality of work life.
Encourage employees to identify areas in the work environment that require improvement.
Keep track of exit interviews and notify management of any concerns.

		Senior Management		Maintain an open-door policy.
Support recommendations of supervisor's human resources.
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Source: https://hrshelf.com/employee-retention-challenges/, online, Last accessed on 09/08/2023



Employee Retention Challenges:
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Source: https://hrshelf.com/employee-retention-challenges/, online, Last accessed on 09/08/2023

Employee Retention Challenges:
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

Employee Retention Challenges:

1. Monetary dissatisfaction is one of the major reasons for an employee to 

look for a change.

Every organization has a set salary budget for each employee. Retention becomes an 

issue when an employee demands a salary beyond the budget.

A high-potential employee should not take undue advantage but quote something 

within the organization's budget. Negotiation is always an option.
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Employee Retention Challenges:



1. Monetary dissatisfaction is one of the major reasons for an employee to look for a change. 



Every organization has a set salary budget for each employee. Retention becomes an issue when an employee demands a salary beyond the budget.

A high-potential employee should not take undue advantage but quote something within the organization's budget. Negotiation is always an option.
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

Employee Retention Challenges:

2. In the current scenario, with numerous opportunities available, it's a 

challenge to discourage people from seeking change.

Organizations often struggle to retain employees who are enticed by competitors 

offering better pay and positions. Counseling rarely helps in these situations.
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Employee Retention Challenges:

2. In the current scenario, with numerous opportunities available, it's a challenge to discourage people from seeking change. 



Organizations often struggle to retain employees who are enticed by competitors offering better pay and positions. Counseling rarely helps in these situations.



15












image8.emf


Employee Retention Challenges:

3. Job seekers often tell lies during interviews in order to increase 

their chances of getting hired.

Proficiency in branding is not a requirement to impress a recruiter and get a job offer, 

but this can lead to problems if the person is not the right fit for the role. People can 

lose interest in their work when they are not doing something they enjoy. The human 

resources department should be careful when hiring new employees and ensure they 

check references to avoid any issues in the future. 
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Employee Retention Challenges:



3. Job seekers often tell lies during interviews in order to increase their chances of getting hired.



Proficiency in branding is not a requirement to impress a recruiter and get a job offer, but this can lead to problems if the person is not the right fit for the role. People can lose interest in their work when they are not doing something they enjoy. The human resources department should be careful when hiring new employees and ensure they check references to avoid any issues in the future. 
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Know who is Responsible for Retention?

> The Supervisor

»>Second Level Supervisor

> The Human Resources Department
»>SeniorManagement
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Who Responsibility

Supervisors



Identify the employees.



Learn what it will take to retain 

them.



Plan and take action based on 

what it takes to retain the targeted 

employees.



Identify barriers to doing what 

you need to do to retain the 

targeted employees.

Second-level supervision



Supply the necessary resources 

to the first-level supervisor.



Keep track of the progress.



Provide additional 

recommendations for retaining 

targeted employees.

11


Microsoft_Office_PowerPoint_Slide1.sldx
		Who		Responsibility

		Supervisors		Identify the employees.
Learn what it will take to retain them.
Plan and take action based on what it takes to retain the targeted employees.
Identify barriers to doing what you need to do to retain the targeted employees.
 



		Second-level supervision		Supply the necessary resources to the first-level supervisor.
Keep track of the progress.
Provide additional recommendations for retaining targeted employees.
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